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Organizations that are successful and able to survive are organizations that can create the next leader. 
Prospective leaders can be identified as one of them through role model accounting. This study aims to 
determine the model participation model in terms of transformational leadership and personality 
perspectives by mediating psychological awareness, organizational commitment, and active engagement. 
In particular, this research aims to see the influence of transformational leadership, personality and 
psychological empowerment, organizational commitment, and active engagement in shaping role models. 
It is hoped that the organization can develop the formation of role models as the next leader candidate by 
paying attention to the factors that influence it. 
 
The empirical model obtained shows that transformational leadership, personality, psychological 
empowerment, organizational commitment, and active skills significantly influence role model 
participation—a personality that has a significant effect on extraversion, agreeableness, and 
consciousness. The openness type of personality did not show a significant effect on the role model. 
 
The findings of this study reinforce the concept and view of participatory participation. This study's 
theoretical implication is that transformational leadership and personality will influence the formation of 
participation if psychological empowerment, organizational commitment, and active attachment are 
owned by individuals. The practical implication of this study's findings is that companies need to pay 
attention to the personality characteristics of the types of extraversion, agreeableness, and consciousness 
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Every organization is formed to survive and continue, likewise, the actors in the 
organization are expected to maintain and maintain this continuity. Problems begin 
to appear when the leader must be replaced by another leader, the next leader. Chua 
(2009) says that there's a shortage of good leaders and talent in Asia's growth 
market. Talent development takes time and execution. Talent canassure the 
continuity of organizational growth. Efforts to develop talent have begun to be 
instilled in every leader as a process that will produce new leaders (Collins, 2004). 
 
The search for leaders from within the organization is the first thing that 
organizations do to grow and generate new leaders. The next step is to find new 
leaders from outside the organization. The need to identify, educate, and develop 
new prospective leaders is critical. The step taken is to identify the followers of the 
organization. The follower is allowed to become a follower who can be an example 
for other followers. Followers who can be examples are called role models. Role 
model followers will be developed into potential leaders (Chaleff, 2009). 
 
Yukl (2010) states that there is a tendency to associate success with the role of the 
leader and obscure the role of followers. The condition of competent and motivated 
participants is important for the success of task implementation and the 
achievement of a unit's goals or a group headed by a leader. The role of followers 
who have not received full attention is also conveyed by researchers such as Kelley 
(1992). Bjugstad and Spotlight (2007), Pitron (2008), Kellerman (2008), and 
Chaleff (2009). 
 
According to Kelley (1992), leaders contribute 20% to the company's success, 80% 
are critical roles of followers. The majority of individuals will act as followers 
rather than as leaders. Kelley expressed Walter Kiechel's opinion in Fortune that 
the leader's influence was 10% -20%, and 80% -90% was the role of followers to 
participate in striving for real people factor. Research conducted by Bjugstad and 
Spotlight (2006) cited book research conducted by Amazon.com which states that 
there are around 95,220 titles related to leadership, while there are around 792 titles 
related to participation (or one hundred twenty to one). . According to Bjugstad and 
Spotlight (2007), this is ironic considering that leadership and participation are two 
things that are interrelated with one another. The irony is that: (a) the word 
kepenganan is still considered a stigma; (b) accounting often has the connotation of 
negative and positive, weak and confronting; (c) accounting is a form of 
"devaluation" and connotes unfavorable image; (d) the emergence of an incorrect 
conception that leaders are more important than followers. According to Mercer 
(2013) books at Amazon publishers, there are 66,760 titles for leadership books 
and 162 titles for accounting books (or four hundred and twelve to one), while 
Barness and Noble have 28,391 titles for leadership books and 12 titles for a book 
of ¬ follow (or two thousand three hundred and sixty-five to one). 
 
Pitron's research (2008) explains that in the leadership process, organizational 
performers can play a role and complete the need for the condition that leaders are 
only responsible for 20% of the total tasks. At one time the followers will decide 
what to do, but at other times it is the leader who will take the role. ¬ participation 
must be understood as an interactive role that fulfills and supports leadership roles 
(Riggio, Chaleff, 2008). The participation role will provide optimal benefits when 
the role is carried out in a balanced and equal manner with the leadership's role in 





achieving a goal. It is also understood that leaders do not exist without followers' 
role and that most of the "work" in the organization is done by followers. 
 
Based on exemplary followership, participation is defined as an individual's ability 
to competently and proactively carry out instructions and support superior 
(superior) efforts in achieving organizational goals (Agho, 2009). Added by Lord 
(2004) that in researching the aspects of leadership, it must be started first by 
understanding the subordinates aspect, this is to remember that through 
subordinates the work of a leader will appear, or in a broader context is how to 
understand the self-concept of subordinates who can mediate what the leader will 
declare. 
 
Kellerman (2012) explains that participation needs to be a concern related to the 
leader's limitations. These limitations can be without the limitations of the leader's 
capacity to use his power, to counter his authority or to exert influence, as well as 
limitations in safeguarding his area so that other parties will not easily get involved 
If the leader is not free from these various limitations, then the leader must adopt a 
tyrannical leadership style. However, with the current ease in communicating, 
information is easily spread and processed quickly, including at the lowest level (or 
followers who are structurally in the lowest ranks), so that tyrannical ways would 
be hard to accept. 
 
The role of the organizational leader as well as the formal roles of subordinates 
needs to provide clarity. This is reflected in the organizational structure. 
Organizational structure has a direct role in the strategy of developing human 
resources, especially talent development. The trend of the emergence of a flat 
organization structure will allow employees to accept major responsibilities early 
and become fertile agricultural land for future leaders (Davis, 2009). 
 
Complex organizations tend to have long layers. The condition of the layers that 
are long and stratified reflects the strength of the structural aspects. It affects the 
difficulty of the organization to carry out its functions smoothly. The field's 
condition requires speed and alacrity to process and issue decisions, while the long 
bureaucratic path will complicate this matter. De Pree (2014) explains the concept 
of roving leadership wherein our health care, we will be faced with the emergence 
of these roving leaders. The roving leader is also known as a good follower, is a 
member or follower, and not a formal leader (structurally) who has more than just 
initiative and is willing to take the role of a leader in dealing with everyday 
conditions. 
 
Military organizations have a clear structural path to follow. The need for making 
the right decisions in the field is often constrained by this structural path. The 
stratified line of authority structure and the size of the organization are the 
inhibiting aspects. Bringing up the concept of the Strategic Corporal (Kapral 
Strategies) is an alternative. Shouldn't the strategic aspect be the responsibility of 
the General level or the high ranks in the military organization? This concept is 
easier to apply with the support of the speed of systems and communication 
devices in the current era (Fen, 2010). 
 
The organizational structure will be a place for leaders to achieve organizational 
goals. Leaders will play roles hierarchically and gradually according to their 





functions and responsibilities.Leadership is a concept that is considered for 
preparing business people to become leaders and is relevant concerning 
responsibilities. According to Susanto (2006) leadership is a major component of 
organizational culture and is also an agent of change. Hartanto (2009) emphasizes 
the need to understand what leadership patterns are needed in the contemporary 
world of work so that a work climate can be developed which is a fertile habitat for 
the emergence and development of the best potential, virtues, and capabilities of 
members who contribute to the progress of the crew.  
 
For an organization, the demand to implement trans-formal leadership is also 
something that must be done, as stated by Rasyid (2006), transformational 
leadership is the right leadership style in facing the conditions of turn around 
experienced by the organization, and demands of internal conditions that force the 
organization to change. This is more recommended in conditions of common 
enemies and common goals and should all be done simultaneously. 
Transformational leadership is intended to carry out the transformation, so the main 
requirement in transformational leadership is to formulate a vision that can serve as 
a direction-setting for all (Rasyid, 2006). 
 
The need for transformation is driven by the need for change caused by 
environmental and market demands. The need to generate a new vision that can 
respond to environmental conditions and create change in the organization (Tichy 
and Devanna, 1990). The need for transformation is also based on pressing crisis 
conditions that will force leaders to make direct and immediate decisions (Bass and 
Riggio, 2006). According to the leadership, the crisis can invite its members to see 
the opportunities ahead, by showing the direction clearly. So that members are 
willing to change to achieve that direction. 
 
Hay Group in 2009 conducted a leadership survey of the top 20 organizations and 
was released by Bloomberg Business Week. The twenty best organizations are 
General Electric, Southwest Airlines, 3M Company, Procter and Gamble, 
Accenture, Wal-Mart Stores, Nestle, Coca Cola, McDonald's Corporation, Infosys 
Technologies, IBM, Cisco, United Parcel Service, IKEA, ABB, Zappos, Hewlett 
Packard, Goldman Sachs, Unilever, and General Mills, Inc. 87.3% of them 
mentioned that there is a shortage of prospective leaders who are ready to carry out 
leadership functions, while 89.5% mentioned there are open opportunities within 
the organization to develop and practice the skills needed to lead others. Based on 
the Hay Group survey data, it shows that it is not easy enough to be able to 
generate new cadres or new leader candidates in an organization, even if such 
programs and opportunities are available. 
 
Center for Creative Leadership, www.ccl.org. in 2009 conducted a survey of 1,750 
respondents with an average age of 46 years, and spread across three main areas, 
namely America (1,312 respondents), Asia Pacific (193 respondents), and Europe-
Middle East-Africa (245 respondents). 88% of Asia Pacific respondents indicated a 
tendency that members contribute to organizational effectiveness, 83% of Asia 
Pacific respondents indicated a tendency that everyone can be a leader, and the 
majority indicated a tendency that to being a leader, what is needed is an 
experience to act as a leader. 
 





Various leadership patterns have been studied and developed, which are derived 
from traits, behavioral approaches, as well as increasing the effectiveness of leaders 
(Derue et al, 2011). Transformational leadership is considered the right pattern to 
foster enthusiasm and desire to maintain the organization for members to answer 
the challenges faced by the contemporary business and work world (Hartanto, 
2009). Houngteo and Yoho (2005) through their research explain that the 
application of the leadership style approach does not just happen, but pays attention 
to three aspects that need to be considered, namely the conditions of development 
and readiness of subordinates, situational urgency, and job or job conditions. which 
is executed. Paying attention to the conditions of high subordinates' readiness and 
development, the conditions of high demands (or crises), as well as work 
conditions that are not structured, the transformational leadership approach is 
considered relevant. 
 
Transformational leadership refers to the process in which individuals involve 
themselves with other parties and create relationships that can increase the level of 
motivation and morality, both on the leader's side and the side (Northhouse, 2001). 
Transformational leadership is briefly defined as a way to influence other people in 
such a way that they are willing and willing to bring out their best virtues and 
capabilities in creating value. As a result of these activities, members can be 
expected to work with passion and high morale on an ongoing basis, they also 
develop into leaders in their respective environments. Transformational leaders are 
considered leaders who grow other leaders (Hartanto, 2009). 
 
Transformational leaders help develop followers to become better contributors to 
their group, more creative, more resistant to stress, more open to change and 
flexible, and more likely to become transformative leaders as well (Bass and 
Riggio, 2006). This concept of transformational leadership seeks to pay attention to 
followers' motives and needs and seeks to make followers able to achieve the best 
they can. In the organizational order of your leader, as well as followers. 
 
Followers in carrying out their roles as subordinates or members of the 
organization will influence the environment. The traits in an individual's 
personality will also influence how individuals behave (Suryabrata, 2014). 
Eurnham (2008) states that a meta-analysis literary study for 25 years has shown 
that personality inventories can make a valid contribution to the selection and 
assessment process. Personality or personality, which is defined as a dynamic 
organization in an individual's psychophysiological system that determines his or 
her way to uniquely adapt to their environment (Robbins & Judge, 2009), can 
become filters and patterns for individuals in interacting with the environment. 
 
Blackshear (2004) states that to understand participatory participation, them is also 
necessary to understand these characteristics of parenting in role models. 
According to Blackshear, the characteristics of these behaviors include committing, 
active involvement, competence, being willing to change their ego, showing 
initiative or self-empowerment, and monitoring their actions on the internal locus 
of control. 
 
Many students study the relationship between personality and leadership. This is to 
find out and explore what kind of personality is capable of supporting certain types 
of leadership, thus making it easier to develop leadership practically. Meanwhile, 





studies that study personality and activism are still rare. A study conducted by 
Mushonga and Torrance (2008) tried to find out how personality types correlate 
with participation types. Taking into account the studies of Furnham (2008), 
Robbins & Judge (2009), Blackshear (2004), and Mushonga & Torrance (2008), it 
appears that personality characteristics correlate with the type of participation, 
especially pa¬untary participation. 
 
Leaders play a role in the success of their followers. The leader teaches his 
followers how to become a leader, and more importantly how to be a "good 
follower" or a good follower (Banutu-Gomez, 2004). The concept of good 
followers is in line with what Kelley said (in Pitron 2008) that to develop role-
model followers, leaders must teach organizational performers to become followers 
of nutrition by paying attention to the fifteen attributes that make them up. 
According to Chaleff (2009), followers can influence the leader-follower 
relationship. Just as leaders are responsible for the actions and results of the 
followers' work, followers must also hold their "leader" accountable. According to 
Montesino (2010), in the delegation process, it is hoped that leaders will be able to 
empower followers so that they can effectively develop and become leaders in the 
future. 
According to Yukl, effective leadership is not about control, but about how to 
inspire (in Lord, 2004). This condition arises when assisting subordinates in 
helping see that the subordinates are related and constitute a link of a great value, 
or are part of the wider community. Yukl's concept is relevant to the opinion of 
Van Vugt and Kurzban (in Antelo, Prilipko, et al, 2010) that participation is 
defined and formed to carry out the coordination function of one goal proclaimed 
by the leader. 
 
Research from Pitron (2007) through the phenomenological reduction approach, 
states that the existence of peer-to-peer followers is reflected through critical path 
activities where they support management through active engagement, skills to be 
able to think critically (critical thinking skills), the desire to do more than expected 
and support new ideas in the company. Pitron (2007) states that it is in line with 
what Banutu-Gomez (2004) states that teaching role models will produce better 
leaders.Research conducted by Pitron (2008) concluded that leadership is not 
dimensional, leadership is a system of thinking in various dimensions. About 
system thinking, it is concluded that in the leadership process, followers 
(organizational performers) can play a role and complement the needs of the 
condition that leaders are only responsible for about 20% of all tasks in the 
organization (Kelley, 1992). At one time the followers will decide what to do, but 
at other times it is the leader who will take the role (Pitron, 2008). Kelley (1992) 
mentions that there are five types of followers, and types of role models who can 
demonstrate a self-leadership style in their group of followers. 
 
Research from Azman Ismail et al., 2011 shows that transformational leadership 
can increase the empowerment (empowerment) of its members in carrying out 
organizational functions. Research by Zhu, Avolio, and Walumbwa (2009) states 
that transformational leadership has a positive influence on follower work 
engagement, especially if followers have positive characteristics. Determination of 
the characteristics of positive followers using the characteristics used by Kelley in 
the types of followers. These positive characteristics include creative, innovative, 
proactive, taking the initiative, and having a learning orientation. Role-follower 





will work above the target set, in this case, it is an element of active engagement of 
role models (Pitron, 2008). According to Yukl (2010), transformational leaders 
make followers more aware of and understand the importance of the value of work, 
and provide an induction to followers to direct their interests (self-examination) for 
the achievement of organizational goals. In the end, followers will feel ¬ trust in 
the leader, and they are motivated to do more than expected.Warr and Inceoglu 
(2012) emphasize individual characteristics that tend to be able to influence the 
formation of active involvement in organizations. Selection of these individual 
characteristics will ultimately be carried out to achieve the formation of active 
involvement. 
 
Research by Raub and Rubert (2010) shows that empowering leadership can 
influence the formation of extra-role students through psychological empowerment. 
Participants who are psychologically empowered will become actively involved in 
their group and have the perception that they are active, significant contributors. 
Psychological empowerment is a condition of cognitive motivation (cognitive-
motive state) which reflects the psychological reaction of the individual to the 
accepted methods of empowerment (empowering techniques) and leadership 
behavior (le¬ad ¬er-ship behavior) (Raub, 2010). 
 
Bass (1990) states that transformational leadership can turn followers into leaders. 
The changing condition of followers will ultimately make followers self-motivated, 
self-directed and a leader from within (self-motivated, self-directed, and a leader 
from within), and this is consistent with what Kelley said. (1992). Popper's analysis 
of several studies suggests that initially, there are transformational leadership 
results related to high levels of followers' agreeableness and low levels of follower 
neuroticism (Hetland, Sandal, and Johnson in Popper 2011). Second, there is a 
match between followers 'values and leaders' values (Ehrhart and Klen in Popper, 
2011). Third, there is a positive relationship between follower extroversion and the 
level of transformational leadership. 
 
Bass (20060 states that self-defining leaders (0.e transformational) are based on 
their internal values and not on personal needs or purely external standards. 
Transformational leadership can translate delegates in context. broad goals, where 
they consider the long-term goals of the organization, as well as their followers and 
not just short-term goals. Transformational leaders will easily delegate to followers 
to develop these followers. 
Participation does not exist by itself, but participation appears in sequences as a 
means of generating leaders. Participation is considered as "a school of leadership" 
(Dixon in Landino, 2008), thus informing a leader, the first is to form followers 
(Frisina in Landino, 2008). 
 
Followers as individuals in receiving various treatments and stimuli from the 
environment do not just accept and undergo what they experience and experience. 
Individuals as a system have their mechanisms in receiving, filtering, and 
responding to treatments and stimuli from the environment. One such mechanism 
is a characteristic of the personality it identifies. Research by Mushonga and 
Torrance (2008) explains how individual personality correlates with the types of 
participation. The ex¬troverted personality type, the conscientiousness personality, 
and the openness to experience personality are more correlated with the type of 





participation characterized by high "active en¬mentment" and "critical thinking", 





A literature review is needed to understand and compare the various concepts and 
thoughts in the field under study, to be able to provide a conclusion on whether to 
support or reject the hypothesis. Based on the concepts and initial thoughts, 
journals, writings, books and other research results, the concepts of 
transformational leadership, personality and the participation of role models and 
their relationship will be discussed. 
 
The leader is obliged to be able to prepare the next leader, to maintain the 
sustainability of the organization (Collins, 2008; Banutu-Gomez, 2004). 
Transformational leadership is considered the right pattern to nurture the passion 
and enthusiasm of members to answer the challenges facing the contemporary 
business world and the world of work (Hartanto, 2009). Transformational 
leadership refers to the process of individuals involving themselves with other 
parties and creating relationships that can increase the level of motivation and 
morality, both on the side of the leader and the side of followers (Northhouse, 
2001). 
An understanding of the interaction between leaders and followers shows that 
followers do not fully accept the leadership mechanism they dictate. As 
individuals, followers also have their characteristics that will be able to make it 
easy to interact with the environment, as Barrick, Parks, and Mount conveyed in 
Mushonga and Torrance (2008), namely, personality traits refer to characteristic, 
enduring patterns of thought, emotion and behavior that are stable over time and 
explain people’s behavior across different situations. 
 
Field Theory as Grand Theory 
 
Individual development cannot be separated from the influence of the surrounding 
environment. This study uses Kurt Lewin's field theory as a basic theory by 
considering that the behavior under study is influenced by the individual's 
personality conditions as well as by environmental treatment. Individuals as 
members of organizations (companies) in their attitude and behavior are influenced 
by their characteristics, as well as by the environmental treatment they receive, in 
this study the treatment or leadership style applied by the organization. 
 
Lewin's approach (Sarlito, 2009) to behavior is formulated in the mathematical 
determination of B = f (P.E). B is behavior or behavior, which is the function of the 
interaction between personality (P, personality) and the environment (E, 
environment). In this approach, it means that individual behavior will be affected 
by how the individual personality characteristics are and how the environment 
affects them. The environment in this case can be in the form of treatment received 
by individuals, the surrounding situation, or the organizational culture being carried 
out. Lewin (Sarwono, 2009) believes that in studying or holistically researching 
individual behavior, the environment in which the individual is located as well as 
individual psychological conditions, including the psychological conditions of 





other interacting parties that have different types of spirit, it is also necessary to 
consider. 
 
The environment in this case is defined as the conditions in which individuals are 
located, namely the organizational environment. The organizational environment 
can be indicated by the organizational culture or the leadership system that is 
applied. The leadership system will be able to exert influence with the 
consideration that in the organization the superior-subordinate (leader-member) 
structural relationship is an important relationship (Grael and Uhl Bien, 1995 and 
Van Gils, et al., 2010). The concept of leader-member relationships and their 
interactions can be explained through the concept of Leader-Member Exchange 
(LMX theory). 
 
The psychological condition of an individual is reflected in the personality 
condition he has identified. This individual's psychological condition will be able 
to make the individual react differently to the environmental conditions it receives. 
This personality condition tends to be permanent. 
 
The development of the global world shows that the concept of an organization 
cannot be viewed simply. Morgan (2006) describes the organizational metaphor 
from various points of view, where the organization can be viewed as a machine, as 
an organization, as a culture, or as a function of the big brain. Actors in the 
organization are people, so when people enter the organization they will become 
part of the existing system and run within it. 
Organizations develop to meet the needs of the business world in general. In line 
with developments in mindset, technology, or environment, the organization also 
experiences development. The classic organizational concept that emphasizes the 
structural relationship between superiors and subordinates has developed into 
functional organizations where the role of functions represented in departmental 
functions in flat organizations or flat organizations, where increased maturity and 
responsibility of actors are key main so that the number of subordinates or 
functions that must be controlled is not an obstacle to being able to make the 
organization carry out its role. 
 
The condition of the variety of functions and the need to have several projects of 
the same type, but with the support of complete organizational functions in each 
project, has triggered the emergence of the application of a matrix organization. 
Paying attention to this approach, all lines and functions will interact with each 
other with project goals. The contribution of subordinates who must be under two 
superiors' control is also not a barrier for the organization to carry out its role. 
Organizational development depends on the development of the actors in it, namely 
every officeholder, either as a follower's subordinate or as a superior or head or 
leader. 
 
Taking into account the context of the relationship between superiors and 
subordinates, or leaders and followers, the conventional view of heroic leadership 
stereotypes shows that the influence of leadership is indirect, moving from a 
condition of leadership as a personal to subordinates as a person. This influence 
embodies the entitative, egocentric, monological, and modernist orientation of the 
leadership in the form of hierarchical subject-object relations (Meindl, Ehrlich & 
Dukerich, 1985, Yukl, 2002, Brown & Hosking, 1986, Dachler & Hosking. , 1995, 





in Kupers 2007). The concept of leader-member exchange (LMX), which is a study 
to see how the effect of the relationship between leaders and followers in 1995 
shows that in a differentiated dyadic relationship, behavior and characteristics of 
subordinates are a reflection of behavior and behavior. Employer characteristics 
(Kupers, 2007). 
 
Pay attention to the concept of LMX (Leader-Member Exchange). Gills, et al. 
(2010) stated that at the time of the interaction process between leaders and 
participants, they would be strongly influenced by the expectations of their 
respective roles. This is consistent with research from Antelo, Henderson, and St 
Clair (2010) and Antelo, Prilipko, and Sheridan (2010). The perceptions and 
interpretations of followers differ in seeing the extent to which the quality and 
effectiveness of the leadership they perceive. Perceptions and interpretations of 
followers do not automatically occur, but they will also be influenced, one of which 
is how their personality traits in the terms Antelo, Prilipko, and Sheridan are called 
personal characteristics). 
T 
The successful relationship between leaders and followers is based on appreciating 
each other's values in achieving common goals. Personal values will provide the 
basic formation for personality, and influence how a person makes choices, 




1. Why Participation 
Kelley is quite a controversial figure in promoting the concept of participation as 
paradoxical. It was explained that: 
..... the leader's effect on organizational success is only 10-20%. .............. 
Followership is the real people factor in the other 80 to 90% that makes for great 
success. Without followers, little gets done, with them, mountains get moved. ....... 
Fundamentally we must begin to see that the errors of leadership are better 
achieved by engaging everyone's heroism rather than waiting for some improvable 
hero to emerge (Kelley, 1992: 20-21). 
 
As stated in chapter 1 (Introduction) in this dissertation, there are very few writings 
or books on participation compared to the writings on leadership. The concept of 
participation is considered as something less important to be appointed because the 
leader is everything. 
Yukl (2010) states that there is a tendency to always associate success with the role 
of the leader and to obscure the role of followers. The condition of competent and 
motivated participants is important for the success of task implementation and the 
achievement of the goals of a unit or group headed by a leader. 
 
Participation must be understood as an interactive role that fulfills and supports the 
leadership role (Riggio & Chaleff, 2008). The role of participation will provide 
optimal benefits when the role is carried out in a balanced way with the role of 
leadership in achieving a goal. It is also understood that leaders will not exist 
without the role of followers and that most of the 'work' in organizations is done by 
followers. 
 





According to Garner (Heskett, 2008) if a person cannot be led, then he cannot be a 
leader and added by Duncil (Heskett, 2008) that a leader can only be defined by his 
followers. In this case, it can be understood that an understanding of the aspect of 
leadership should be started from understanding the concept of participation first. 
Even though in the end practical interest will place the aspect of leadership as the 
main aspect in an organization, for example in preparing a training program. 
 
Kellerman (2008) sees that formally followers already exist in an organization so 
that followers will always exist and appear in every organization. A participant is a 
person with a level (rank) who is below the superior, and who does not have a 
special power, authority, or influence. However, observers (termed by Kellerman 
as subordinates) will be able to dictate what the superior (leader) will do or decide. 
I 
n 2005 Business Week released a cover story entitled "The Boss on the Sidelines: 
How Auditors, Directors, and Lawyers are Asserting Their Power", which shows 
how 'players' can have more power than CEOs. In 2007, it was estimated that 
almost fifty percent of the population in America had a new CEO for the next four 
years (Kellerman, 2008). Kellerman's conclusion is that ... thinking leadership 
without thinking followership is not merely misleading, it is mistaken. 
 
2. Definition and Understanding of Role Follows 
The definition of to follow according to the Encarta World English Department 
(computer version, 2004) is: a) to come after somebody or something in action, 
time or sequence; b) to act by something, especially with instruction or direction 
given by somebody else; c) to be led, guided or influenced by some¬body or 
something (Riggio, Chaleff, et al, 2008). Based on the above definition, it can be 
understood that the follower function will be behind the function that is followed, 
in this case, is the leader. A leader is someone who provides instruction, provides 
direction, or exerts influence. 
 
The Big Indonesian Dictionary (1994) and the Indonesian Language Dictionary 
Kon¬tem¬prer (1991) explain that followers are followers or participants and role 
models are role models. The Big Indonesian Dictionary and the Contemporary 
Indonesian Dictionary have not mentioned role models. Longman Advanced 
American Dictionary (2007) has not included followership as the word that is 
interpreted in it. 
According to Yukl (in Lord, 2004) that effective leadership is not about how to 
control, but more about how to inspire, and this appears when accompanying 
subordinates to help see what subordinates are related to and is a link in a chain of 
great value or that of wider society. The Yukl concept is relevant to the a¬pa 
conveyed by Van Vugt and Kurzban (in Arnelo, Prilipko, et al. 2010) that 
participation is defined and formed to carry out the coordination function of one 
action or goal with the actions or goals of other parties to encourage the 
achievement of goals that the leader has designed. 
 
 
Based on the concept of exemplary participation above, participation is defined as 
the ability of individuals to competently and proactively carry out instructions and 
support the efforts of their superiors (superior) in achieving organizational goals 
(Agho, 2009). Leadership must begin with understanding the subordinates aspect, 
remembering that through subordinates the work of a leader will be visible, or in a 





broader context is how to understand the self-concept of subordinates who can 
mediate what will be done. leader. 
 
According to Rost (Riggio, Chaleff, et al, 2008), the concept of followers is not the 
same as participation, as are other concepts such as partners with partnerships or 
citizen and citizenship, or leaders with leadership. Follow-up is what followers do 
in following something or something, about who is followed or how followers 
follow. Participation is what followers do in following something or someone, 
about who is followed or how followers follow. Thus followers are part of the 
following, but followers are not the process of following. 
 
Kelley (1992) states that in identifying participation, it is necessary to consider two 
dimensions, namely the dimensions of critical thinking and determination, and the 
dimension of active linkage. Based on the combination of these dimensions, a 
typology of participation will emerge, one of which is exemplary followership. 
However, in Kelley's concept, it is also explained that there are conditions of 
people who prefer to become followers and have a comparative role and avoid 
structural roles because they will trigger conflict and dissension. 
 
Kelley mentions role model participation as a condition in which people can think 
for themselves, be innovative, creative, able to criticize constructively, are willing 
to defend their leadership, play an active role, have a sense of ownership and self-
starter, and can provide positive values for the organization. When the time has to 
play a role as a follower, this can be carried out, in time to give opinions to 
superiors, then this is conveyed as well as its impact is constructive criticism. This 
view is by the views expressed by Challef (2015) in Intelligent Disobedience, 
where followers can say 'no' and provide explanations when receiving assignments 
or orders that are incorrect or misleading. 
 
Chaleff (2009), followers (follower) are different from subordinates (subordinates). 
A ba¬wahan is someone who in his work reports to a person of a higher position. 
Followers will share the same goals with their leadership, believe in the 
organization's efforts to achieve the best, and work passionately until the result is 
achieved. 
 
The concept of participation is a concept that appears as a consequence of 
industrial adoption and the concept of top-down management or the concept of The 
Great Man of Leadership View (Rost in Riggio, Chaleff, et al. 2008). According to 
the viewpoint of the post-industrial economy, it is only natural that leadership is 
seen as a relational concept in which leaders and followers collaborate considering 
the leader and followers do something for one purpose in the implementation 
process. 
 
Kellerman (2008) sees the process of following and following differently. 
According to Kellerman, followers are defined as subordinates who have less 
power, authority, and influence compared to their superiors, and who generally are 
in the command of their superiors. The organization shows the function of 
followers by placing them as subordinates to a superior position. If it is developed 
widely, the follower is someone who is not a leader (unleaders), that is, those who 
do not have a special power, position or authority, or special influence. The 
leadership context states that participation is applied to the relationship (rank) 





between superiors and subordinates, the response to action (behavior) from 
subordinates to superiors. 
Based on the various views on participation above, it can be concluded that role 
model participation is a condition of an individual who proactively and 
competently carries out instructions and supports the superior's efforts in achieving 
organizational goals. Taking into account these conditions, individuals will be 
willing to subordinate their actions to self-consideration or internal locus of control 
(Blackshear, 2004). 
 
Evaluation of the Concept of Participation 
The concept of participation in the history of its development is not as fast as the 
concept of leadership, both in terms of theory development and its adoption. As 
stated by Bjugstat (2007) in literature, the development of the concept of 
participation is still far behind the development of the concept of leadership. A 
practical view also shows the increasing number of Leadership Centers or 
Leadership Development Centers in various forms, even if an organization has 
made the Leadership Center one of the items in the company organization. 
 
Efforts to grow a Followership Center or a Participation Development Center are 
not easy things to do, one of which is practical considerations with the idea that 
subordinates are minor and superiors or leaders are the main focus and target. but 
in a theoretical understanding (Kelley, 1992; Kellerman, 2008; Pitron 2008; 
Chaleff, 2009; Yukl, 2010) the concept of participation cannot be separated from 
the concept of leadership, considering that leaders appear concerning subordinates 
and vice versa. Regarding organizational optimization, the effectiveness of 
achieving organizational goals needs attention to produce leaders from where the 
members are currently (Hartanto, 2009). A deeper understanding of participation 
will be able to indicate an understanding of future leaders. 
 
Efforts to grow a Followership Center, as well as a Participation Development 
Center, are not easy things to do, one of which is practical considerations with the 
still-emerging opinion that subordinates are minors and superiors or leaders are the 
main focus and target. However, in a theoretical understanding (Kelley, 1992; 
Kellerman, 2008; Pitron, 2008; Chaleff, 2009; Yukl, 2010) the concept of 
participation cannot be separated from the concept of leadership, considering that 
leaders appear concerning subordinates as well as should. Regarding organizational 
optimization, the effectiveness of achieving organizational goals needs attention to 
maintain ... 
 
C. Theoretical Perspective of Model Participation in terms of 
Transformational Leadership and Personality Aspects 
 
The development of the concept of leadership until the emergence of the following 
concept of participation is based on the study of Kaker (2007). The view of the 
Great Man theory in 1970 stated that leadership was seen as a specialty possessed 
by the main individual. One of the associated characteristics is the presence of a 
vertical organizational structure. The discussion of leadership focuses on the leader 
as the main concern and does not mention the basic differences between leaders 
and followers. 
 





Burns (1978) introduced the Heroic Leader approach. Burns saw that leadership 
was more related to heroic figures or demonic figures, namely that famous 
conditions were an important aspect of leadership theory. This view also explains 
that the role of the non-leader (follower) is considered an 'essentially passive 
residual category' or the remaining part that does not have an active role (Holanders 
1970 in Baker 2007). 
 
The next approach is the approach proposed by Hollander… the position of a 
leader concerning his authority is fixed and static. Meindl, Ehrlich, and Dukerich 
(in Baker 2007) convey that culture sees the leader as the center of everything, as 
something that is relied upon, and ultimately the role of followers does not get 
attention. 
 
Social Change is the next leadership approach. Social change in the United States 
influenced the leader-follower view. As a result of World War II along with the 
demands of economic conditions, several conditions have emerged, including a 
more flat organization, the role of duties and responsibilities is distributed, and the 
expectation that leaders must dare to take risks and take initiatives (Lippit 1982 in 
Baker 2007), Berg sees that followers are less empowered. in the relationship 
between leaders and followers, and there is a growing concern that followers 
should get a more active portion (Baker, 2008). The conditions for the dismissal of 
employment relations between 1980-1990 demanded that followers should take an 
active role as partners for leaders (Potter, Rosenbaum and Pittman 1996 in Baker 
2007). 
 
The development of the concept and theory of active participation began to appear 
in line with what was conveyed by Hollander and Webb (1995, in Baker, 2007). 
The leader and follower relationship is not seen as a role. The formation of role 
model participation, as conveyed by Mushonga and Torrance, 2008 and Antelo, et 
al., 2010. Both of these factors will influence the formation of role model 
participation. 
Several studies have found that the formation of role models is influenced by other 
factors. The factors that influence the formation of such role models include 
psychological empowerment, organizational commitment, and active engagement. 
Research and results of previous studies that support this income were presented by 
several experts. 
 
Transformational leadership factors affect psychological empowerment, and further 
psychological empowerment affects the formation of role models (Givens, 2008; 
Raub & Robert, 2010; Houghton & Yoho, 2005 and Ulrich, 2010). The 
transformational leadership factor also affects organizational commitment, and 
organizational commitment affects the formation of role models. The 
transformational leadership factor also affects active engagement, and further 
active attachment affects the formation of role models. 
 
It was also found in previous research that personality affects psychological 
empowerment, and further psychological empowerment affects the formation of 
role models (Sutherford, 2007; Spreitzer, 1995; Givens, 2008 and Ulrich, 2010). 
Personality also affects organizational commitment, and organizational 
commitment affects the formation of role models (Kappagoda, 2013 and Dvir et al., 
2002). Personality also affects active attachment, and subsequently, attachment 





affects the formation of role models (Warr & Inceoglu, 2012; Strickerland, 
Babcock & Robertson, 2012 and Zhu, Avolio, et al., 2009 and Pitron, 2007). 
 
D. Transformational Leadership 
 
1. Definition of Transformational Leadership 
The notions and definitions of leadership have a fairly broad meaning, one of 
which means that leadership is seen as a process that involves how to influence the 
goals and objectives of a group or organization's task and strategy, influence people 
in the organization to strategize and achieve goals, influence how the group is 
managed and how to influence organizational culture (Dunnete and Hough, 
2002).The study of Derue, Nahgrang, et al., 2011 shows that the behavioral 
approach in learning leadership is more relevant, one of which is transformational 
leadership. Transformational leadership is also considered to have a relatively high 
correlation in predicting leadership effectiveness. 
 
The development of the business world, as well as the demands to be competitive, 
make the organization must be able to produce new seed leaders and leaders 
capable of carrying out a transformative role. Transformation leaders are expected 
to be able to hold the responsibility for revitalizing the organization. Traditional 
managerial skills, such as the ability to read financial conditions, company 
management skills, or marketing acumen are the main aspects of organizational 
success but are not a significant factor in organizations' transformation. 
Transformational leaders will determine the need for change, create a new vision, 
move commitment in achieving the visit, and ultimately be able to transform the 
organization. Systems and rules can be created to achieve operational efficiency, 
then leadership that will be able to move the organization to maintain and maintain 
its position in the business arena. 
Transformational leadership is considered as the right pattern to foster passion and 
enthusiasm for members to answer the challenges faced by the contemporary 
business and work world (Hartanto, 2009). Transformational leadership refers to 
the process by which individuals involve themselves with other parties and create 
relationships that can increase the level of motivation and morality, both on the 
side of the leader and the side of the follower. Transformational leadership is 
briefly defined as a way to influence others in such a way that ... 
 
Developing to become a leader in their respective environment, transformational 
leaders are considered as leaders who can grow other leaders (Hartanto, 2009). 
Bass (1990) states that transformational leadership can turn followers into leaders. 
The changing condition of followers will ultimately make followers who have self-
motivation, self-direction, and leaders from within (self-motivated, self-directed, 
and a leader from within), and this is consistent with what Kelley (1992), Defee 
said. , Stank, et al., (2009) stated that transformational leadership is a leadership 
style in which the leader tries to form a reciprocal relationship with followers and 
creates inspiring, intellectually stimulating, and personal considerations. In the 
relationship between leaders and followers, identification of the leader will be able 
to form a follower dependence on the leader (Krishnan, 2005). 
 
2. Dimensions of Transformational Leadership 
Transformational leadership has 4 components that influence its formation, namely, 
idealized influence, inspirational motivation, intellectual motivation, and 





individualized consideration (Bass and Avolio in Northouse 2001). This 
component describes the dimensions of leadership ... 
 
 
1. The idealization of influence includes: maintaining and maintaining followers 
'trust, showing dedication to followers, directing followers' expectations and 
expectations, acting as a 'role model' for followers. Leaders also have high moral 
and ethical standards. The leader will be a role model for his followers. 
2. The inspirational motivation includes: providing a vision to followers, providing an 
overview of followers so that followers will be inspired and more focused on 
working, making followers feel that what followers are doing is important. Leaders 
usually use symbols and emotional support to arouse members' enthusiasm so that 
members can achieve more than expected. 
3. An intellectual stimulation that includes: helping and directing followers so that 
followers can be creative and innovative in solving problems in new ways, creating 
an environment that allows people to appreciate even the most extreme people, 
makes followers always question and evaluate self-values and organization. The 
leader will invite members to actively seek new ways or approaches in dealing with 
existing problems and conditions.\ 
4. Personal consideration. 
An understanding of the concept of leadership can be obtained through an 
understanding of leadership effectiveness. Leadership effectiveness can be viewed 
based on the following dimensions: (a) leader characteristics; (b) characteristics of 
followers; and (c) the characteristics of the existing situation. The development of 
the concept of leadership can be classified into the following five approaches: (a) 
the trait approach; (b) behavioral approach; (c) a power-influence approach; (d) a 




Business people are often considered different in terms of how to react and interact 
in their work life. One of the underlying factors is the aspect of his personality. 
This is under Allport's view (in Sarwono, 2009) that personality is a dynamic 
organization within an individual consisting of psychophysical systems that 
determine the unique (special) way of adapting the individual to his environment. 
 
\In covering the interaction between leaders and followers, in the dynamic process 
that occurs therein is not automatically that followers will fully accept the 
leadership mechanism they receive. Aspects of previous experience, education, or 
culture in which individuals are involved will also have an influence. This will 
underlie that before individuals join the organization (or company where they 
work), individuals have had various experiences starting from parenting at home, 
education and in association with the environment, or with organizations or 
companies where the individual was previously involved. These experiences 
contribute to "behavior patterns" or characteristics for individuals. 
 
1. Definition of Personality 
As individuals, followers have their characteristics that will be able to make it easy 
to interact with the environment, like Barrick, Parks, and Mount conveyed in 
Mushonga and Torrance (2008), namely, personality traits refer to characteristics, 





enduring patterns of thought, emotion, and behavior that are stable over time and 
explain people's behavior across different situations. 
Another definition of personality is conveyed by Allport (in Robins & Judge, 
2008), that personality is a dynamic organization in the system ... 
Unique to the environment. Thus, the mechanism for how individuals interact with 
the environment can differ from one another. Howell and Mondez (in Riggio et al., 
2008) explained that the interaction between leader and followers will be based on 
relational self-concepts held by followers. This self-concept will be an antecedent 
factor in determining the role orientation of followers. Followers with a healthy 
relational self-concept will be strongly motivated to increase relationships and 
support their leaders. Followers with a weak self-concept will be strongly 
motivated to increase relationships and support their leaders. While followers with 
a weak self-concept will try to find personal benefits or personal safety for 
themselves so that this will interfere with the effective interactive relationship 
between the leader and followers. 
Evsenck (in Furnham, 2008) describes a trait approach that is considered more 
acceptable given that the structure and correlation of traits are consistent across 
cultures. Another trait development approach is Eysenck with 3 traits, Cattel with 
16 traits, and Brand with 6 traits. McCrae and Costa develop these various views, 
and develop the concept of the Five Factors Model, McCrae and Costa (in 
Furnham, 2008) also state that certain behaviors will appear when these eels 
interact with the environment, and the properties will be able to explain either 
directly or indirectly as the cause of the emergence of this behavior. 
 
2. Personality Dimensions 
 Eysenck mentioned several dimensions in discussing personality (Suryabrata, 
2014). The dimensions meant include personality dimensions, cognitive 
dimensions, affective dimensions, conative dimensions, and normative dimensions. 
In particular, the somatic or biological aspects receive attention in Eysenck's 
approach. 
One personality model is the Five-Factor Model of Personality, which involves five 
relatively independent traits, which can provide information about how individuals 
differ in organizations and how individuals respond (Kumar and Bakhshi, 2010). 
Various controversies were raised about the five-factor approach. Some opinions 
suggest that the five factors are considered too narrow because of an individual's 
personality. Eysenck said there were at least 4 (four) criticisms of the five factors. 
First, 3 of the 5 factors are primary factors and have intercorrelation meta-analysis 
that 3 factors instead of 5 are the main factors. Third, the lack of a theoretical basis 
or nomological network for these 5 factors. Fourth, failure to prove the biological 
aspect of the link between genetic causes and the organization of behavior. 
 
The Five Factors Model has been widely applied in practice and organizations. The 
Five Factors Model has been extensively studied in terms of achievement, 
communication, teamwork, leadership, and even sales. The Five Factors Model 
uses the Personality language that is easily understood by the general public, even 
in terms of theory 
The five traits in the Five-Factor Model of Personality are openness to experience, 
conscientiousness, extraversion, agreeableness, and neuroticism (McCrae & John, 
1991, McCrae & Costa, 2006, John, Naumann & Soto, 2008, Furnham, 2008 and 
Zaidi, 2013). The explanation of each trait is as follows: 
 





a) Openness to experience is defined as the extent to which individuals feel curious, 
original, creative, and intellectually interested, and open to new things. Individuals 
will tend to be imaginative, sensitive, like to appreciate art, have high curiosity, and 
have special attention to inner feelings. Individuals like new ideas and are easily 
influenced by ... 
 
b) Conscientiousness is defined as the extent to which individuals have a neat, 
orderly, organized,  
systematic, timely, dependent, and achievement-oriented attitude. Individuals will 
tend to do tasks according to their obligations, show self-discipline and motivation 
to assign tasks and achieve goals, are willing to postpone receiving awards if goals 
have not been achieved. Another characteristic of this individual is that he thinks 
before he acts. 
 
c) Extraversion is defined as the extent to which individuals tend to be sociable, 
active, assertive, cheerful, talkative, and sociable. Individuals tend to like to show 
positive emotions and try to relate to other people so that other people will be 
affected and feel positive energy and enthusiasm given 
 
d) Agreeableness is defined as the extent to which individuals are tolerant, 
sensitive, trusting, and warm to others. Individuals show a tendency to be sincere 
and "gentle", easily feel sympathy for others, and have a desire to help others as 
well. Individuals are also active in their communities. 
 
e) Neuroticism (emotional stability) is defined as the extent to which individuals 
easily feel anxious, offended or temperamental and moody. Individuals will show a 
tendency to easily feel afraid, sad, threatened, and easily feel guilty. 
The Five Factors Model of Personality has been widely studied to its application in 
organizational environments. According to Robbins and Judge (2008), there are 
interesting things related to the type of openness and the type of neuroticism about 
achievement. Individuals with good emotional control (emotional stability) will 
perform better at work. However, the opposite happened. Individuals with good 
emotional stability will be calm and show a firm stance at work. On the other hand, 
this happy condition will make him less have a 'sense of danger' or fail to see the 
potential danger, potential failure, or risk. Meanwhile, individuals with high 
openness will tend to be creative and are likely to be liberal. In a dynamic context, 
this high openness attitude is acceptable and in line with organizational conditions. 
Furnham (2008) also concluded that neuroticism has a significant and consistent 
correlation to low performance at work, or to job satisfaction. Meanwhile, openness 
has a high correlation with intellectual aspects. Individuals with a high level of 
openness will tend to always have curiosity, have imagination, live in their mind 
orientation, and have a high sensitivity to art as well. The context of the work 
world demands to avoid neuroticism, while openness still has the opportunity to be 
involved in the world of work specifically. 
 
H. Active Attachment 
1. Definition of Active Engagement 
Employees differ in the level of dedication as well as in their attention to work. 
According to Schaufeli (2004), work involvement is defined as "… is a positive, 
fulfilling, work-related state of mind that is characterized by vigor, dedication, and 
absorption. Rather than a momentary or specific state, engagement refers to a more 





persistent and pervasive affective-cognitive state that is not focused on any 
particular object, event, individual or behavior. ". Leaders who can provide and 
show a vision that inspires followers can show benefits to followers in every 
follower's behavior and work experience, which in turn encourages more optimal 
work engagement and job satisfaction from followers (Whitford and Moss, 2009). 
Work attachment is a condition of positive thinking, and fully on the aspect of 
work that is characterized by dedication, enthusiasm, and willingness to receive 
information from outside (absorption). Research from Antelo, et al. (2010) stated 
that followers will have several affective attributes that will help them in the 
leadership process and prepare them to become leaders. Motivation to achieve 
goals is one of the attributes studied. 
 
A study conducted by Zhu, Avolio, and Walumba (2009) states that work 
attachment is defined as  
a positive state of thinking, and is entirely on the aspect of work characterized by 
dedication, enthusiasm and willingness to accept outside information (absorption). 
The measurement of work engagement is carried out using the 12-Gallup 
Workplace Audit (GWA). Work engagement was measured using the UWES 
(Ulrecht Work Engagement Scale) which originally consisted of 24 items. UWES 
has been psychometrically evaluated and produced 17 items, so it is called UWES-
17. UWES-17 has an internal consistency (Cronbach's Alpha) on a scale of 0.80-
0.90. The confirmatory factor analysis (CFA) test shows the 3-factor structure 
hypothesis in UWES is superior to the 1-factor model. UWES is an instrument 
without a bias (unbiased instrument) in measuring work attachment because the 
equivalence can be accepted in various different ethnic groups (Storm & 
Rothmann, 2003 in Schaufeli, 2006). 
 
2. The Active Engagement Dimension\ 
according to Rich, engagement is an active full of performance of a person's 
cognitive, emotional, and physical energies (Shuck and Herd, 2012). There is a 
dimension of attachment, namely emotional and behavioral congestion. 
1. The second dimension is emotional engagement, where individuals are willing to 
give themselves and get involved emotionally with their work. This is evident in 
part from the enthusiasm he shows for his work. 
2. The third dimension, namely behavioral engagement, is a natural reaction that is 
manifested as a form of cognitive attachment and a desire to give itself to work. 
Attachment of behavior will appear in individual behavior which is shown, among 
others, in the form of giving more effort, working above the minimum target set, or 
showing good civic behavior (organizational citizenship behavior). 
Organizations can make engaged employees if the organization applies 
transformational leadership by paying attention to characteristics…. 
The transformational leadership approach provides opportunities for members to be 
actively involved, inviting members to play a role by showing the direction and 
vision that must be achieved. 
Schaufeli (2006) defines engagement as "a positive fulfilling work-related state of 
mind that is characterized by vigor, dedication, and absorption". The dimensions of 
active attachment according to Schaufeli are: 
1. Vigor is characterized by the presence of high energy and mental resilience at 
work, a willingness to devote its efforts to work, and remain steadfast in carrying 
out tasks even when facing difficult conditions. 





2. Dedication is characterized by being willing to be involved with their work, and 
having a sense that the work is important, proud, and challenging. 
3. Absorption is characterized by a condition that is fully focused on work and a 
feeling of pleasure when doing the job, time is felt to pass quickly, and does not 
have difficulty when you have to give up your job. 
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